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M ESSAGE TO THE CHAIR

May 1, 2002

The Honorable Cari M. Dominguez

Chair

Equal Employment Opportunity Commission
Washington, D.C. 20507

Dear Madam Chair:

| am submitting to you the Office of Inspector General’ s Semiannual Report to Congress, asrequired
by the Inspector General Act of 1978, asamended. The report summarizesaccomplishmentsfor the
period of October 1, 2001 through March 31, 2002. The Act requires that you transmit this report,
along with the management report prepared by the Office of Chief Financiad Officer and
Administrative Services, to the appropriate congressional committees by May 31, 2002.

During this semiannua period, significant work completed or being conducted by the Office of
Inspector Genera (OIG) includes our first evaluation of Equal Employment Opportunity
Commission’'s Government Performance and Results Act reporting, an assessment of Agency
initiatives against the standards for success established to measure progress toward achieving
President Bush’'s Management Agenda, and the evaluation of the Agency’s infrastructure use and
gpace utilization. Other work included investigations into allegations of misconduct and
mismanagement, falsification of court documents, and conflict of interest; and reviewsof thefinancia
management, personnel and payroll systems implementation, Federal Managers Financia Integrity
Act reporting, and investigative charge file information reporting; and a performance audit of the
Education, Technical Assistance and Training Revolving Fund.

This work supports not only the mission embodied in the Inspector General Act, but OIG’svision
to be “ateam that embodies the highest standards of professionalism, technical skillsand innovation
promoting positive change and continuousimprovement withinthe Agency.” | congratulate my staff
members on their dedication, innovation and commitment to excellence.

We appreciate the cooperation you and your management team have provided to the OIG. Welook
forward to continuing our tradition of providing quality service to the Agency.

Sincerely,
Wkﬂ_

Aletha L. Brown
Inspector General
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EXECUTIVE SUMMARY

This is the 26™ semiannual report issued by the Equal Employment Opportunity Commission’s
(EEOC) Office of Inspector General (OIG) since becoming a statutory Inspector General in 1989,
pursuant to the 1988 amendments to the Inspector General Act of 1978 (Public Law 95-452).

This report summarizesthe OIG’s activities and accomplishments for the period October 1, 2001
through March 31, 2002. We focused our resources on conducting audits, program evauations,
reviews and investigations, aswell as, providing technical advice and assistance to the management
of EEOC.

Thissection of the report highlights sel ected audits, investigations, staff activities and other projects
completed during the reporting period.

During the period, investigations staff closed 135 matters, of which 117 were hotline contacts. The
investigations completed include a joint investigation with the U. S. Drug Enforcement
Administration (DEA) involving an EEOC employee who had severa conversations with a known
leader of a Mexican drug cartel and a third party regarding the possibility of obtaining falsified
immigration documents. Since the United States Attorney’s Office declined to prosecute, OIG
concluded its administrative investigation with areport which found that the employee had violated
ethics standards. The investigation of an Agency official who alegedly signed another attorney’s
signature on officia court filings without appropriate authorization from the attorney resulted in a
ruling by a Federal Magistrate finding the officid violated Federal District Court rules. An
investigation into alleged improprieties involving the management of the Agency’s financia
operations found that a management officia circumvented established internal controls but did not
violate any laws or regulations. OIG has ongoing investigations involving allegations of employee
misconduct, mismanagement by senior officials, falsification of time and attendance records, and
falsification of travel vouchers.

OIG completedareview of the Agency’ sEmployee Computer Security Awareness Training Program.
This review was conducted as part of OIG’s continuing evaluation of the Agency’s automated
information systemsasrequired by the Government Information Security Reform Act (GISRA). OIG
found that established procedures for informing new employees of their automated information
security responsibilities were not followed consistently. OIG’s review of EEOC’s management
control system resulted in a report which concluded that for FY 2001, the evaluation process was
conducted in accordance with Office of Management and Budget guidelines. However, OIG
continuesto review the processin an effort to identify measuresto improveits effectiveness. Findly,
while the management control self-assessment of OIG’s interna audit and investigative operations
did not reveal any deficienciesin mission-related functional areas, acontrol deficiency wasidentified
in the external audit area.

Equal Employment Opportunity Commission, Office of Inspector General
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TheGovernment Performanceand Results Act (GPRA) of 1993, requires Federal agenciesto prepare
annual performance plans and performance reports. OIG conducted a general assessment of the
Agency’s 2002 Annual Performance Plan and 2000 Annual Performance Report to determine how
well EEOC reports and supports GPRA performance information. OIG submitted a draft report to
EEOC for comment in March 2002. The final report will be issued in the next reporting period and
should assist the Agency in developing future performance plans and performance reports.

Ongoing work includes a review of the financial, personnel and payroll systems implementation,
whichwill identify challengesand corrective actionsand a so measure progresstowards meeting goals
and milestones. OIG’ sreview of monetary benefit information accuracy inan EEOC field officefound
several discrepanciesininformation reported inthe Charge Data System when compared with actual
case file documentation. A draft report was issued and management’ s response isforthcoming. An
evauation of EEOC’ s infrastructure and space utilization using a case study approach, will assess
an expanded use of telework and may create options for increasing the effectiveness and efficiency
in the utilization of selected infrastructure, including office space and technology.

President George W. Bush’sAugust 2001 Management Reform Agendaincluded five government-
wide initiatives. Strategic Management of Human Capital; Expanded Electronic Government;
Compsetitive Sourcing; Improved Financia Performance; and Budget and Performance Integration.
The Office of Management and Budget (OMB) devel oped core criteriastandards and ascorecard to
evaluate 26 federal agencies progress towards goals outlined under the President’s Management
Reform Agenda. The five government-wide initiatives were evaluated using a ssmple color-coded
grading system consisting of green for success, yellow for mixed results, and red for unsatisfactory.
Although the EEOC was not selected by OMB to be evaluated, the OIG conducted its own
assessment to determine where the Agency stood in meeting these newly developed standards for
success. Based upon our assessment the Agency was given red lights in four of the five initiatives
(Strategic Management of Human Capital; Competitive Sourcing; Improved Financia Performance;
and Budget and Performance Integration), and a yellow light for EEOC’s efforts in Expanded
Electronic Government. In addition to awarding the scores, agency accomplishments, weaknesses,
and planned actions for achieving success in all areas relating to the OMB scorecard process were
identified.

In accordance with the President’s Council on Integrity and Efficiency’s (PCIE) Guide for
Conducting Peer Reviews of the Audit Operations of the Offices of Inspector General, OIG
conducted apeer review of the audit operations of the Smithsonian Institution’ s (Smithsonian) Office
of Inspector General for the two-year period ended September 30, 2001. In our opinion, the system
of quality control for the audit function of the Smithsonian Institution has been designed in
accordance with the standards established by the PCIE.

Equal Employment Opportunity Commission, Office of Inspector General
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THE OFFICE OF INSPECTOR GENERAL

Thelnspector General Act of 1978 was passed to ensure alevel of integrity and efficiency that fulfills
the Americantaxpayer’ sexpectation for excellenceand accountability inthe Federal Government and
its programs. Inspectors General are under the general supervision of the agency head and have
substantial independence, authority and responsibility to conduct audits and investigations of agency
programs. They havedirect accessto al agency records and materials (physical and electronic); issue
subpoenas for necessary information, data, reports, and other evidence; administer oaths before
taking testimony; hire staff; and request assistance from other Federal, state and local government
agencies. They aso act asindependent fact finders, often undertaking initiatives at the request of the
agency head, and provide assessments in such areas as financial management systems and interna
controls. Generally, the Inspector General (IG) and agency management pursue the same goal of
efficient and effective program operation and service delivery.

Congress established an Office of Inspector General at the EEOC through the 1988 amendment of
the Inspector General Act, which expanded authority to independent agencies and federal entities.
OIG’ sprimary responsibility isto assist the EEOC by ensuringintegrity, efficiency, and accountability
inthe agency’ s programs to enforce laws against discrimination in the workplace. Specifically, OIG
supports the Agency by carrying out its mandate to independently and objectively conduct and
supervise audits and investigations; prevent and detect fraud, waste, and abuse; and promote
economy and efficiency in programs and operations. The OIG keegps EEOC’ s Chair and members of
the Congress fully and currently informed about problems, recommends corrective action(s), and
monitors the EEOC’ s progress in implementing such action.

ORGANIZATION AND FUNCTIONS

The OIG is under the supervision of the IG, who provides overall direction, coordination, and
leadership to staff. The OIG includes a deputy inspector general, an audit and evaluation staff, an
investigativestaff, anindependent counsel, and anadministrativestaff. The Deputy Inspector General
serves as alter ego of the Inspector General and has the responsibility for providing overall program
guidance, direction and supervision to audit, evaluation and investigative staffs. The audit program
provides assurance to the Chair and Congress that EEOC programs are working efficiently and
effectively. The audit staff conducts performance and financia audits, aswell as specid reviewsand
evaluations. These audits focus on management controls, administrative and program operations,
transaction processing and financia and other information systems. In special evaluations, the OIG
considers the implications of EEOC programs, operations and policies.

The mission of the investigative program isto perform investigative activities related to the integrity
of the EEOC’ s programs. Most of OIG’ sinvestigations focus on violations of law or misconduct by
Agency employees, as well as, alegations of irregularities or abuses in operations and programs.
When needed, OIG'’ sinvestigators work in concert with other law enforcement entities. More than

Equal Employment Opportunity Commission, Office of Inspector General



Semiannual Report to Congress

half of investigative inquiries result from employees and the genera public calling OIG’s 24 hour
telephone (hotline) to report wrongdoing. A significant amount of these calls concern EEOC's
discrimination complaint process and are referred to the appropriate program office.

OIG’s Counsdl to the IG supervises the day-to-day operations of the Investigations Program, and
provides independent legal advice on issues concerning criminal law and procedures, evidence, and
administrativeand constitutional law asthey relateto OI G’ sinvestigative program. Counsel develops
lega interpretations of appropriation law, financial management statutes and regulations and
procurement and funding rulesin support of the OIG’ saudit program. The CIG reviews each report
product issued by OIG for legal sufficiency. Additionally, the CIG conducts reviews and provides
comments on existing and proposed legidation, regulations, directives and policy issues that affect
EEOC and OIG programs and operations.

The administrative and program support staff maintain control of Ol G funds, manages personnel and
procurement operations, operates Ol G’ s hotline, responds to inquiriesfrom the public and performs
avariety of other support functions.

During the period, OIG hired a senior auditor to provide in-depth coverage of Agency performance
and operations.

THE EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

The EEOC isthe federa agency responsible for enforcement of the Equal Pay Act of 1963; in the
Federal sector only; Title VIl of the Civil Rights Act of 1964, as amended; the Age Discrimination
in Employment Act of 1967; section 501 of the Rehabilitation Act of 1973; the Americans with
Disabilities Act of 1990; and the Civil Rights Act of 1991. These statutes prohibit employment
discrimination based onrace, color, sex, religion, national origin, age, or disability. TheEEOC isalso
responsible for carrying out Executive Order 12067, which promotes coordination and minimizes
conflict and duplication among Federal agencies that administer statutes or regulations involving
employment discrimination.

In an effort to address workplace bias directed against individuals who are, or are perceived to be,
Arab, Mudim, Middle Eastern, South Asian or Sikh, since September 11, 2001, EEOC issued ajoint
statement with the U.S. Departments of Justice and Labor, on November 19, 2001, reaffirming the
federal government’s commitment to upholding the federal anti-discrimination lawsin the aftermath
of the events of September 11. Also on December 11, 2001, the EEOC held the first public meeting
under the leadership of Chair Cari M. Dominguez, which featured representatives of a variety of
Arab, Mudim, Sikh, Middle Eastern, and South Asian groups who presented testimony and
recommendations on combating backlash discrimination against members of these communities.

During the reporting period, Chair Cari M. Dominguez introduced her Five Point Plan, which
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provides the strategic framework for accomplishing her vision for the Agency. The plan covers
proactive prevention, proficient resolution, strategic enforcement and litigation, promotion and
expansion of mediation and aternative dispute resolution, and the development of EEOC as amodel
workplace. The Chair also held thefirst ever al headquarters (including the Washington Field Office
Jemployee meeting on March 18, 2002. Finally, Ledie E. Silverman, nominated by President George
W. Bush and unanimoudly confirmed by the U.S. Senate, was sworn in asaCommissioner on March
7, 2002.

On February 22, 2002, EEOC released comprehensive enforcement and litigation statistics for FY
2001 (October 1, 2000 through September 30, 2001). According to thedata, discrimination charges
filed against private employersincreased one percent from the previous year to 80,840, the highest
level sincethe mid-1990s. Thetypes of discrimination with the highest rate of increasein FY 2001,
compared to the prior year, were alegations of discrimination based on age (one and one-half
percentage point increase) and disability (one-half percentage point increase). Additionally, the FY
2001 data showed that the average charge processing timefor private sector chargesis 182 days, the
lowest level since the early 1980s, and that the average time to resolve a charge through voluntary
mediation was 84 days, adrop of 12 days from the prior year.

On January 15, 2002, by a 6-3 vote, the United States Supreme Court ruled in EEOC v. Waffle
House, Inc. (No. 99-1823) that a private arbitration agreement between an individual and that
individua’s employer does not prevent the EEOC from filing a court action in its own name and
recovering monetary damages for the individual. The Supreme Court recognized that EEOC is
authorized to bring suit inits own name and hasthe prerogative, asafederal enforcement agency, to
decidewhat relief isappropriately sought inaparticular action brought, by the agency. The Supreme
Court reversed alower court decision that had prevented EEOC from recovering monetary damages
on behdf of anindividua who had previoudy agreed with his employer to arbitrate the individual’s
private claim of discrimination.

The EEOC entered into settlements of several mgjor lawsuits including a $6.8 million settlement of
an Americans with Disabilities Act (ADA) lawsuit against Wal-Mart Stores, America’'s largest
retailer; a$9 million settlement of a class action suit brought by African-Americans, Hispanics, and
fema e employees and applicantsfiled against Eagle Global Logisticsin Houston, Texas, and amulti-
million dollar settlement of a mgjor class action lawsuit aleging pregnancy discrimination against
Verizon predecessor companies NYNEX and Bdll Atlantic. The settlement will cover current and
former employees of Verizon in 13 states and the District of Columbia and is one of the largest
pregnancy discrimination settlements of its kind.

Equal Employment Opportunity Commission, Office of Inspector General
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MANAGEMENT CHALLENGESFACING EEOC

The four issues identified by OIG in August 2001 continue to represent significant challenges to
EEOC management. Program accomplishments in two of the issues are addressed below. The
remaining challengesrequireadditional emphasisand coordination beforeimprovementsarerealized.
Theseissuescorrespond significantly withinitiatives outlined inthe President’ sManagement Agenda.

Utilization of Human Capital

EEOC' s Office of Human Resources (OHR) has adopted the Office of Personnel Management’s
Human Capital Scorecard to direct its program and process improvements. The five dimensions of
theHuman Capital Scorecard are strategic alignment; strategic competencies, leadership, performance
culture, and learning. Sincethe OIG’ slast semiannua report, OHR reported the creation of aposition
description task force; implementation of QUICKHIRE; assessment of training needs for major
EEOC occupationsand identification of gaps; and continued | eadership devel opment throughthe SES
training program. Also, OHR provided management development courses for non-managers,
redesigned the SES performance management system; redesigned awards program; participated in
fidd performance management training; conducted needs assessments; established succession
planning programs; and implemented a new employee orientation program. Remaining challenges
includethe need to devel op and implement afive-year Restructuring Plan which will providethe core
strategy to undertake a critical review of EEOC’ s organizational structure.

I nformation Technology and Security

The Office of Information Resources Management (OIRM) has revised its priorities and will use
technology to enable the implementation of the Chair’ s Five Point Program. OIRM’ sgoal isto adopt
technologies to transform operations and smplify business processes that will drive improvements
in efficiency, effectiveness and service delivery. Agency improvement initiatives include electronic
filing of discrimination complaints and Freedom of Information Act applications, website
enhancements; EEO-1 Survey reporting; Revolving Fund registration; and projectsinvolving human
resources (e-training, e-timecards, e-personnel actions) and finance management (e-payment, e-
procurement, e-travel). Continuous improvement initiatives address capita planning and investment
control, enterprise architecture, performance management, Information Technology security, and E-
gov project participation.

Performance Based M anagement and Budgeting

EEOC does not have an integrated budget and performance process. The Office of Chief Financial
Officer and Administrative Services, and the Office of Research, Information and Planning areinthe
early stages of defining and integrating performance measures into agency budget submissions and
operations. Other objectivesinclude aligning authority and accountability; using the budget process
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to identify the full cost of programs; and comparing performance and cost across programs. The
Integrated Financial Management System, implemented in October 2001, providesthefoundationto
view program financia data. The improvement required isthe alignment of the data collection cycle
for performance metrics with the budget submission cycle.

Business Process Re-engineering

In December 2001, acontractor’ sreport to the Agency identified areaswhere re-engineered business
processes could lead to greater operational efficiencies and eventua cost savings. The
recommendations of this report, along with reports resulting from studies being conducted by OIG
and the National Academy of Public Administration, will be considered by senior management inthe
development of a five year Agency Restructuring Plan which is intended to lead to overal
improvement of Agency performance.

Equal Employment Opportunity Commission, Office of Inspector General
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THE AUDIT AND EVALUATION
PROGRAM

All work conducted under the Audit Program supports the OIG Strategic
Goal to improve the economy, efficiency, and effectiveness of EEOC
programs, operations, and activities.

COMPLETED ASSIGNMENTS
During the reporting period OIG completed a number of audit and evaluations projects.

OI G PerformanceAudit of theEducation, Technical Assistanceand Training Revolving
Fund. (OIG Report Number 01-07-APO)

Congress passed the EEOC Education, Technical Assistance and Training Revolving Fund Act of
1992 (P.L. 102.411) (Revolving Fund) asavehiclethrough which the Agency, on afeebasis, would
develop and deliver specialized comprehensive education, technical assistance, and training relating
to thelawsit enforces. Through an outsourcing agreement with M.D. Oppenheim & Company, P.C.
(MDO), the OIG conducted itsfirst audit of the Revolving Fund. The purpose of the audit wasto
determine the extent to which the Revolving Fund achieved the results and provided benefits
consistent with the requirements established by P.L. 102.411.

OIG identified weaknesses in the operation of the revolving fund that include inadequate financid
management, inability to determine the full direct and indirect costs, and noncompliance with
reporting requirements of the Revolving Fund Act of 1992. The final report offered the following
recommendations to management:

G Designate a financia manager for the Revolving Fund to ensure that the Fund is being
properly administered and reflects business-like qualities of a public enterprise fund. Also,
take steps to ensure that registrations are prepaid by the customer and receivables are
established only under rare circumstances.

G Develop an integrated cost accounting system that is consistent with EEOC’ s Integrated
Financia Management System (IFMS).

October 1, 2001 to March 31, 2002
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G Re-evaluate the performance measurement process to address outcomes that are compatible
with the strategic plan and in line with budget activities. Also, include the financial self-
sustainability of the Revolving Fund as a performance measure.

G Initiate a mediator-conducted forum to facilitate communication between the Financid
Management Division (FMD) and Revolving Fund staffs.

G Revisit theissue of discontinuing the use of the Government Printing Officefor the Revolving
Fund needs to remedy the apparent waste in public printing, per U.S.C. Title 44, Sections
103,105, and 504.

G Ensure that adequate controls over the Quality Enhancement Fund are established and funds
are used properly.

G Add tables to the Annual Report narrative to report the unit cost and fee receipts for
providing revolving fund services, which are supported and reconciled to the general ledger.

G Obtain alegal review of the Revolving Fund operations to determine whether the ongoing
and unreported transfersfromthe Commission’ s Sal ariesand Expense appropriation, over the
long term, amount to an improper augmentation of the Revolving Fund.

M anagement accepted most of these recommendations and a corrective action work planispending.
Contract Audit Closeout - KPMG Consulting

OIG completed acontract closeout audit of Contract Number 06/0831/0156. This contract required
the contractor to provide automated data processing support to the EEOC. The purpose of the audit
was to ensure the accuracy of costs charged for services provided, to determine the fina cost of the
contract to the Agency, and to determine the status of any unliquidated obligations. Certifying the
validity of unliquidated obligationsis necessary for accurate financia statement reporting purposes.

Asaresult of our audit, atotal of $29,851.13 inunliquidated obligationsrelating to fisca years 1997-
1998 wasidentified. Additionally, OIG discovered $1,018.92 relating to fiscal year 1997 that should
have been deobligated. In a draft report, OlG recommended that EEOC’ s procurement operations
ensure that quarterly reviews of obligated balances and requests for deobligation of funds are
conducted and submitted to the Financia Management Division for processing.

Equal Employment Opportunity Commission, Office of Inspector General
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Pre-award Review of Contractor Submissions for Competitive Selection

At therequest of the | G for the Federal Labor Relations Authority (FLRA), we conducted areview
of submissions by three contractors bidding, under competitive selection, to perform the 2002 annual
financia Audit of FY 1999-2001 Financial Reports, Central Services Fund and Budget Formulation
Process. Our objectivewasto rate and rank the submissionsto determinethebest qualified contractor
for FLRA audit. Our methodology consisted of completing several questionnaires, reviewing cost
submissions and checking the references of the prospective contractors in connection with their
quality of work and professionalism.

Management Advisory - OMB Scorecard and EEOC

In August 2001, President Bush launched hisManagement Reform Agendawith the goal of providing
a greater focus on agency performance. Included in the President’s Management Reform Agenda
were five government-wide initiatives:.  Strategic Management of Human Capital; Expanded
Electronic Government; Competitive Sourcing; Improved Financial Performance; and Budget and
Performance Integration. OMB developed core criteria standards and a scorecard to evaluate
agenciesin each of thefiveinitiatives. A simple grading system was used: green for success, yellow
for mixed results, and red for unsatisfactory. In order to receive agreen light, agencies must meet
al core criteriastandards. Red lightsare awarded if agenciesfail to meet any one of the core criteria
standards. Of the twenty-six agencies graded by OMB, only one agency was awarded a green light
in any one of the five initiatives.

Although the EEOC was not selected by OMB to be evaluated, OI G conducted its own assessment,
usng OMB criteria, to determine where the Agency stood in meeting these newly developed
standards for success in each of the five initiatives. The OIG review provided the Agency with a
perspective on whereit stood in relation to agencies selected by OMB for evaluation. Asaresult of
our review, the OIG awarded red lights in four of the five initiatives (Strategic Management of
Human Capital; Competitive Sourcing; Improved Financial Performance; and Budget and
Performance Integration). A yellow light was awarded for EEOC’ s efforts in Expanded Electronic
Government. Additionally, weidentified agency accomplishments, weaknesses, and planned actions
for achieving success in al areas relating to the OMB scorecard process.

FY 2002 Peer Review of the Smithsonian I nstitution’s Office of I nspector General

In accordance with the PCIE’ s Guide for Conducting Peer Reviews of the Audit Operations of the
Offices of Ingpector General, OIG conducted a peer review of the audit operations of the
Smithsonian Institution’ s (Smithsonian) Office of Inspector General, for the two-year period ended
September 30, 2001. The purpose of our review was to issue an opinion on the quality control
system in effect at the Smithsonian’s OIG and verify compliance with quality standards established
by the PCIE. Based on our review, weissued an unqualified opinion on the Smithsonian’ s Ol G audit
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operations. In aseparate L etter of Comments, we identified several reportabl e conditions which will
be addressed by the IG and reviewed in the next peer review.

Review of EEOC’s Computer Security Awareness Program

OIG conducted areview of the Office of Human Resources' (OHR) Employee Computer Security
Awareness Training Program. Thisreview was conducted as part of Ol G’ s continuing eval uation of
the Agency’s automated information systems as required by the Government Information Security
Reform Act (GISRA). We reviewed the program’s internal controls to determine whether they
ensured the program’ s effectiveness and surveyed field offices to obtain information about security
awareness practices. OIG found that additional written procedures addressing the retention of
employeesecurity information wereneeded, and that proceduresestablished toinform new employees
of their automated information security responsibilitieswere not consistently adhered to throughout
the Agency. OHR management responded positively to thereport and i ssued proceduresfor ensuring
that al new appointments receive computer security training and certify awareness of security
responsibilities.

Limited Review of EEOC’s Management Control System

A review of EEOC’'s management control system was conducted, as required by the Federal
Managers Financial Integrity Act (P.L. 97-255). OIG’ sindependent assessment confirmed that the
Agency suffered no material weaknesses and that only onefinancial non-conformanceoccurredinthe
Agency’ sfinancia management system during FY 2001. Thisnon-conformancewill be corrected by
the implementation of the Integrated Financial Management System. OIG concluded that EEOC’s
management control evauation process was conducted in accordance with applicable Office of
Management and Budget guidelines. However, we found that there continues to be shortcomings
in the evaluation process itself. During the next semiannual reporting period, OIG will issue
recommendations to improve the effectiveness of the Agency’s overall FMFIA process.

Self-Assessment of Ol G’'sInternal Control Procedures

During the reporting period, OIG performed a self-assessment of it's interna control procedures.
The self-assessment identified no deficiencies in the internal audit and investigation mission related
functional areas. However, a control deficiency for external audits was found. OIG had no
proceduresin placeto track recommendations made by external audit entities. OlG management has
taken the necessary stepsto correct the deficiency, and the changes will be incorporated into OIG’s
revised Audit and I nspection Policy and ProceduresManual. Inaddition, several administrativeand
automated information system internal control deficiencieswere identified which warrant corrective
action. An OIG staff member has been assigned to monitor the progress of corrective actionsin an
effort to ensure that all deficiencies are addressed and corrected.

Equal Employment Opportunity Commission, Office of Inspector General
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ONGOING AUDIT AND EVALUATION ACTIVITIES

Draft Report - Evaluation of EEOC's Perfor mance Planning and Reporting Under the
Government Performance and Results Act

TheGovernment Performanceand ResultsAct (GPRA) of 1993, requires Federal agenciesto prepare
annua performance plans and performance reports. The Annua Performance Plan communicates
what the Agency proposes to accomplish during the fiscal year, how it will be accomplished, and
describes how the Agency will assess whether the desired results were achieved. The Performance
Report communicates results by reporting on achievement of performance measures.

OIG conducted a general assessment of the Agency’s 2002 Annual Performance Plan and 2000
Annual Performance Report to determine how well EEOC reports and supports GPRA performance
information. OIG found that these documents contain information that is useful in determining
intended performance, credibility of performance data and progress towards meeting Agency goals.
However, in each of these areas, we found significant gaps between what EEOC reported and the
standards outlined in GPRA reporting guidelines. Major areas for improvement include presenting
information moreclearly and concisely, including goalsand measuresthat will provideafuller picture
of intended performance, and adding adequate descriptions for the methods used to ensure the
accuracy and reliability of performance data. Ol G submitted the draft report to EEOC for comment
inMarch 2002. Thefinal report will be issued in the next reporting period and should assist EEOC
in developing future performance plans and performance reports.

Draft Report - Review of Field Office Monetary Benefit Infor mation Accuracy

During the period, areview of thevalidity of reported monetary benefit information fromafield office
was conducted. The purpose of this review was to: (1) assess the validity and accuracy of the
monetary benefit information reported by the field office, (2) determine the compliance with
applicable guidelines and procedures, and (3) determine whether reported information was
appropriately safeguarded against potential fraud, waste, and abuse. Asaresult of our field work,
we found severa instances where monetary benefit information reported in the Charge Data System
(CDS) was not supported by documentation contained in the actual case. In a draft report to field
management, OIG concluded that shortcomings identified during the review can be remedied by
effective enforcement of established controls that address case file documentation, verification and
calculation of monetary benefit information entered into CDS.

Furthermore, we identified an internal control weakness in CDS information integrity, regarding
employee accessto CDSinformation. Many of the field office employeesfailed to use assigned user
login accounts and instead opted to use system defined generic login accounts which defeats the
security functions of user-login accounts OIG made several recommendations as to how the field
office could better document and ensure the integrity of its CDS information. OIG is awaiting
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management comments on the draft report. A fina report on this matter will be issued during the
next reporting period.

Evaluation of EEOC Infrastructure

OIG is conducting an evaluation of EEOC’s infrastructure use and space utilization. Using a case
study approach, the evaluation will assess an expanded use of telework by the Agency which may
create options for increasing effectiveness and efficiency in the utilization of selected EEOC
infrastructure, including office space and technology. OIG gathered data, conducted interviews, and
anayzed Agency-widedata. OIG will beginfield visitsin May. Field work will be completed in July
and areport issued to the Chair by September 30, 2002.

Monitoring the Implementation of Agency’s Financial, Personnel and Payroll Systems

OIG continued itsreview of the Integrated Financiad Management System and the Federal Personnel
and Payroll System. EEOC partnered with the Department of the Interior which supports these
mission critical systems. These systems were implemented in September and October 2001,
respectively. OIG will report on activities of the financial, personne and payroll systems
implementation and will identify successes, challenges, corrective actions and progress towards
meeting goals and milestones during the next reporting period.

Audit Manual Update

OlG iscurrently inthe process of updating the Audit and Inspection Policy and Procedures Manual .
This operations manua will provide general guidance on policies and procedures to be followed by
the OIG’s auditors, evauators and other OIG personnel in the performance of their professional
responsibilities.

Government Information Security Reform Act

The Government I nformation Security Reform Act (Gl SRA) requiresagenciesto devel op, implement
and annually evaluate their agency-wide information security programs. Thisisdone to ensure the
integrity, confidentiality, authenticity, and availability of informationand information systems. GI SRA
alsodirects |G’ sto conduct annual independent evaluations of their Agency’ sinformation security
program and practices. OIG is currently conducting an information security evaluation of EEOC’s
Federal Personnel and Payroll System (FPPS) and plans to issue its findings before the end of the
fiscal year.

Equal Employment Opportunity Commission, Office of Inspector General
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OTHER AUDIT & EVALUATION ACTIVITIES
Single Audit Act

The Sngle Audit Act of 1984, requires recipients of federal funds to arrange for audits of their
activities. Federal agenciesthat award these funds must review resulting audit reports to determine
whether prompt and appropriate corrective action has been taken in response to audit findings. OIG
conducted a review of 35 audit reports issued by public accounting firms, concerning Fair
Employment Practice Agencies that have work sharing agreements with EEOC. (See Appendix I1)

Audit Follow-up

As required by Section 5(a)(3) of the Inspector General Act, as amended, semiannual reports shall
include identification of each significant recommendation previously reported on which corrective
action has not been completed. OIG has no reports with recommendations previoudy reported in
which corrective action has not been completed.

Asrequired by Section 5(a)(1) of the Inspector General Act of 1978, asamended, semiannual reports
shall include asummary of each audit report issued before the commencement of the reporting period
for which no management decision has been made by the end of the reporting period. OIG has no
audit/evaluation reportsthat wereissued before the commencement of thereporting period for which
no management decision has been made by the end of the reporting period.

October 1, 2001 to March 31, 2002
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THE INVESTIGATIVE PROGRAM

All investigative work performed supports OIG’s Strategic Goal to focus
limitedinvestigativeresourcesonissuesthat represent the greatest risk, and
offer the maximum opportunity, to detect and prevent fraud, waste and
abuse in EEOC programs and operations.

Duringtheperiod, OI G received 165 matters. Investigationsstaff closed 135
matters, of which 117 were hotline contacts. Charge processing issues were referred to OIG by
membersof Congress, other Inspectors General, or at the request of charging partiesor respondents.
These matters were either resolved by OIG and /or directed to field offices, the Office of Field
Programs (OFP) and the Office of Federa Operations (OFO), for appropriate action.

INVESTIGATIVE INQUIRIES RECEIVED
DURING THE REPORTING PERIOD

ALLEGATIONS TOTAL
Charge Processing 64
Other 40
Title VII 28
Mismanagement 7
Ethics 4
Theft 3
Fraud 13
Threat 3
Assault 2
Whistleblower 1
TOTALS 165

October 1, 2001 to March 31, 2002
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COMPLETED INVESTIGATIONS

Joint Investigation with DEA

OIG concluded its efforts in connection with ajoint investigation with the U.S. Drug Enforcement
Administration (DEA). The investigation involved an EEOC employee who was involved in
conversationswith aknown leader of aMexicandrug cartel and athird party regarding the possibility
of obtaining falsified immigration documentsto aid the Mexican drug leader in obtaining illegal entry
into the United States. The United States Attorney’ s Office declined to prosecute the matter, after
determining that the drug leader was arrested in Mexico before any actions in furtherance of a
conspiracy to fasfy immigration documents were taken. Accordingly, the OIG proceeded with an
administrative investigation of the matter and issued a report which concluded that the employee
violated several provisions of the Government-wide Standards of Ethical Conduct for Employees
of the Executive Branch, 5 C.F.R. Part 2635.

I nappropriate Use of the Agency’s Electronic mail (e-mail) System

OIG investigated the origin of aderogatory letter which was circulated viathe Agency e-mail. The
e-mail contained controversia language concerning African Americans. OIG identified the source
of the e-mail, but prior to the issuance of areport, the subject retired from Federal Service and the
case was closed.

Falsfication of Court Documents

OIG recelved acomplaint that an Agency officia had signed another attorney’ s signature on officia
court filingswithout appropriate authorization from the attorney. During theinvestigation aFedera
Magistrate ruled that the Agency officid was in violation of the Federal District Court local rules.
OIG isissuing amemorandum to appropriate management officialsto apprise them of the matter and
the need for appropriate corrective action.

Conflict of Interest

OIG investigated an allegation of conflict of interest involving a District Director whose immediate
family member represents parties in employment discrimination charges filed with the District
Director’s Office. An OIG investigation revealed that the District Director had taken appropriate
actions to recuse himsdf from any involvement in the processing of cases in which the immediate
family member served as a representative.

Equal Employment Opportunity Commission, Office of Inspector General
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Financial Mismanagement

OIG investigated allegations of theimproprietiesinthe management of Agency financia operations.
Throughitsinvestigation, Ol G determined that asenior manager failed to follow established policies
and procedures in the processing of invoices and payments. Although, the management official
circumvented established internal controls, the actionstaken did not violate any lawsor regulations.

Allegation of Privacy Act Violation

OIG conducted an investigation concerning an employee who allegedly violated the Privacy Act of
1984, 5U.S.C. §552(a) and the EEOC Privacy Regulations by disclosing chargefileinformation to
an unauthorized individual. OIG determined there was insufficient evidence to establish any
wrongdoing and the matter was subsequently closed.

Employee Misconduct

OIG received an alegation that an EEOC employee had misrepresented himsalf asalaw enforcement
officer working surveillance, to avoid having his vehicle towed after illegally parking in a
handicapped parking space. The police was called and the employee was required to pay afeeto the
towing company to avoid having the car towed. The employee's supervisors were advised of the
incident and have since taken action.

Misuse of Government Equipment and E-Mail

OIG investigated a matter involving an EEOC Field Office Director and a Program Anayst who
misused government equipment and violated EEOC Policy on E-mail Usage. The investigation
revealed that the Director mistakenly e-mailed a controversial photograph to athird party who was
offended by the content. The conduct of the Field Office Director and the Program Analyst was
reported to Management for appropriate action.

Nigerian Scam Alert

During the period, OIG issued a“ Fraud, Waste and Abuse Alert” warning al employeesto be aware
of several Nigerian Letter Scams that were being sent throughout the country via EEOC’s e-mall
system. The scam attempts to defraud individuals by enticing potentia victims with large amounts
of money for participating in the scheme. Severa employees had been contacted by persons|ooking
for assistancewho claimed to be Nigerian businessmen or government officialswith accessto millions
of dollars.

October 1, 2001 to March 31, 2002
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ONGOING INVESTIGATIVE ACTIVITIES

OIG has investigations ongoing in headquarters and severa field offices. These investigations
includes allegations of employee misconduct, involving possible both criminal and ethical violations,
mismanagement by senior officias, falsification of time and attendance records and fasification of
travel vouchers. These matters will be reported on as they are concluded.

Equal Employment Opportunity Commission, Office of Inspector General
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OTHER OIG ACTIVITIES

CONGRESSIONAL ACTIVITIES

Congressional Inquiry - Agency Use of General Services Administration’s SmartPay
Program

In response to a Congressional inquiry from the Honorable Charles E. Grassey, OIG provided
information regarding its eval uative experience concerning the Agency’s SmartPay Program. OIG
reported to Senator Grassey that, since the inception of the SmartPay program, OIG had not
investigated any employee misuse of a government purchase or travel card, nor did we conduct any
auditsor investigations of the use of SmartPay accounts. Wefurther informed Senator Grassley that
we plan to review the Agency’s SmartPay accounts in the future.

Agency Correspondence and Customer Service

OIG reviewed its database for the period October 1, 1999 to September 30, 2001, to identify all
hotlinecomplaints, investigativeall egationsand Congressional inquiriesaddressing theresponsiveness
of EEOC to its customers. Based on this review, OIG concluded that timeliness and quality of
responses from EEOC officesto customers do not appear problematic. Ol G suggested that the Chief
Operating Officer consider issuing a memorandum to EEOC staff outlining customer service
expectations. On March 29, 2002, revised correspondence procedures were issued to field office
directors.

L egidative and Regulatory Matters

Thefollowing EEOC Orders and Directives were reviewed during the semi-annual reporting period:

I nteragency Coordination of Proposed EEOC Issuances - EEOC Order No. 150.004

Clearance Procedures - EEOC Order No. 501.006

Employee Recognition and Awards Program Handbook (Draft)

. Office of Information Technology, Chapter X111, EEOC Order No. 110.003

At the request of the Chief Operating Officer, OIG reviewed procedures for the use of EEOC
credentialsand I nvestigator badgesand offered recommendati onsand observationsthat wereincluded
in procedures issued to investigators.

October 1, 2001 to March 31, 2002
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INSPECTOR GENERAL ACTIVITIES

EEOC’sDistrict Directors and Regional Attorneys Conference

In March 2002, the |G moderated a panel which included EEOC’s Chief Financial Officer and the
Directorsof Human Resources and Information Resources Management. These executives provided
a status of Agency initiatives addressing strategic human capital, electronic government, financia
management, competitive sourcing, and budget and performance integration. The IG gave an
overview of the President’s Management Agenda and the Executive Branch Scorecard. She ended
the presentation with EEOC’ s scores, as determined by OIG’ s evaluation of the Agency against the
Scorecard Standards for Success.

Tennessee Valley Authority, Office of Inspector General
Second Annual Training Symposium

In February 2002, the |G participated on a panel that included the Deputy Inspectors General from
the Postal Service and the Departments of Commerce and Energy. Aside from providing details
about EEOC’ s Office of Inspector Genera, Ms. Brown addressed human capital issues, operational
concerns, and future challenges facing the inspectors general community.

New Inspector General Orientation

In November 2001, the IG participated on a panel that included the Inspectors General of the
Departmentsof Education andthe Treasury. The panel addressed thetopic of “ Departmental/Agency
Head Relations,” informing newly appointed inspectors general of the most important relationship
that the | G has, and the most difficult to maintain. Specificaly, the |G addressed |essons|earned and
practices resulting from successful working relationships.

Other Inspector General Activities

The | G attended the A ssociation of Government Auditors L eadership Conference, provided opening
remarks at EEOC’'s African American History Month Observance, and attended the Office of
Personnel Management’ s Senior Executive Service Briefing onthe President’ sManagement Agenda.
The |G currently serves as the ECIE’ s representative on the editoria board of the Journal of Public
Inquiry and on the Legidative Committee of the PCIE.

Equal Employment Opportunity Commission, Office of Inspector General
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PROFESSIONAL DEVELOPMENT AND ASSOCIATION

OIG staff members participated in severa professional associations, committees and organizations
including the PCIE/ECIE Inspections Roundtable, the Government Evaluators Group, the
Association of Government Accountants, EEOC Chapter of Toastmasters International, the Council
of Counsels to Inspectors General, and the PCIE/ECIE Investigations Subcommittee.

The staff a so engaged in other professional activitiesinsupport of OlG’ sstrategic goalsto 1) attract,
develop and retain a highly skilled workforce; 2) provide professiona development, fostering
diversity, respect and teamwork and to create an environment in which employees are motivated to
excel and achieve their highest potential; and 3) maintain effective liaison with EEOC management,
externa law enforcement entities and key congressiona staff.

TECHNOLOGY UPDATES

Technological Advancement

In an effort to evolve to a* paperless’ environment, Ol G hasinstituted severa new initiatives. OIG
has automated its Hotline Tracking Form using Adobe Acrobat 5.0, and has automated its project
management capabilities by the acquisition of Microsoft Project 2000, which will be used to track
individual project status and workflow. Also, audit staff are identifying and evaluating auditing
software programs to implement an electronic auditing environment.

October 1, 2001 to March 31, 2002
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23

IGACT CITE REPORTING REQUIREMENTS PAGE
Section 4 (a) (2) Review of Legidation and Regulations N/A
Section 5 (a) (1) Significant Problems, Abuses and Deficiencies 8-18
Section 5 (@) (2) Recommendations With Respect to Significant Problems, N/A

Abuses and Deficiencies
Section 5 (a) (3) Significant Recommendations Included in Previous Reports N/A
on Which Corrective Action Has Not Been Completed
Section 5 (a) (4) Matters Referred to Prosecutive Authorities N/A
Section 5 (a) (5) Summary of Instances Where Information Was Refused N/A
Section 5 (a) (6) List of Audit Reports 23
Section 5 (@) (7) Summary of Significant Reports 8-18
Section 5 (a) (8) Questioned and Unsupported Costs N/A
Section 5 (a) (9) Recommendations That Funds Be Put to Better Use N/A
Section 5 (a) (10) Summary of Audit Reports Issued Before the Commencement of the N/A
Reporting Period for Which No Management Decision Has Been Made
Section 5 (@) (11) Significant Management Decisions That Were Revised During the N/A
Reporting Period
Section 5 (a) (12) Significant Management Decisions With Which the OIG Disagreed N/A

Equal Employment Opportunity Commission, Office of Inspector General
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APPENDIX | - OIG AUDIT AND EVALUATION REPORTS

AUDITS

Education, Technical Assistance and
Training Revolving Fund

EVALUATIONS

Evauation of EEOC’s Computer 01-10-AIC 12/27/01 $-0- $-0-
Security Awareness Program

Draft Report - Review of Monetary 01-05-AEN 03/20/02 $-0- $-0-
Benefit Information Accuracy - An

Agency Field Office

Limited Review of EEOC's 02-01-AlIC 12/19/01 $-0- $-0-

Management Control System

Draft - Evaluation of EEOC's 01-12-AMR 03/26/02 $0 $0
Performance Planning and Reporting

Under the Government Performance

and Results Act

MANAGEMENT
ADVISORY

Management Advisory: OMB 02-08-MIS 02/28/02 $0 $0
Scorecard

Total $-0- $-0-

Dollar Dollar

Report Title Value of Value of
Questioned Unsupported
Costs Costs

OIG Performance Audit of the 01-07-APO 10/23/01 $-0- $-0- $-0-

$-0-

$-0-

$-0-

October 1, 2001 to March 31, 2002
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APPENDIX Il - SINGLE AUDIT ACT REPORTS
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The State of Illinois, FY 2000

The Hoopa Valley Tribe, FY 1999

The Cheyenne-Arapaho Tribes of Oklahoma, FY
1997

The Hualapa Tribe, FY 1998

The Oglala Sioux Tribe, FY 1997

The Colorado River Indian Tribe, FY 1999

The State of Texas, FY 2000

The State of Arizona, FY 2001

The State of Indiana, FY 2000

The Spokane Tribe of Indians, FY 1999

The State of Maine, FY 2000

The Hualapa Tribe, FY 1999

The State of Rhode Island and Providence
Plantations, FY 2000

The State of Idaho, FY 2000

The State of Massachusetts, FY 2000

The State of Wisconsin, FY 2000

The San Carlos Apache Tribe, FY 1999

The State of New York, FY 2001

The State of Washington, FY 1999

Commonweadlth of Kentucky, FY 2000

The Swinomish Indian Tribal Community, FY 2000

The Shoshone and Arapahoe Tribes of the Wind
Reservation, FY 1997

The State of Alaska, FY 2000

The Shoshone and Arapahoe Tribes of the Wind
Reservation, FY 1998

The Rosebud Sioux Tribe, FY 1999

The Shoshone and Arapahoe Tribes of the Wind
Reservation, FY 1999

The Tuldip Tribes of Washington, FY 1999

The Fort Belknap Indian Community, FY 1999

The Assiniboine & Sioux Tribes, FY 1998

The Cherokee Nation, FY 1999

The Assiniboine & Sioux Tribes, FY 1999

The Cherokee Nation, FY 2000

The New Hanover County, FY 2001

The State of Georgia, FY 2000

The Pueblo of Zuni, FY 1998

The Cheyenne-Arapahoe Tribes of Oklahoma, FY
1999

Equal Employment Opportunity Commission, Office of Inspector General
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